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available to users oe the ERIC system. Monthly issues of
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for dissertations themselves is included at the end of the
bibliography.
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RELATIONSHIPS BETWEEN COMMUNICATOR eTYLe AND
SUPERVISORY PERFORMANCE ACROSS FUNCTIONAL
CATEGORIES; A FIELD STUDY Order No. DA64e1860
BLitt OCR, ROBERT HOwARD. PH.D. The University of Texas at Austin,
1ee34. 174pp. Supervising Professor: Ronald E. Bassett

This investigation was a field study designed to identify and
°webs the perceived communicator style characteristics of
managers and supervisors which may be associated with
performance ied functional distinctives of the manager's role(e). Data
were collected en managerial e,nployees of a large, highlyeeuecesieul
high-technology corporation in the southwestern United States.

Norton s ('x978) communicator style construct end operational
measures were employed to obtain perceptions of communicator
stylvi on 96 target managers from: the managers themselves; 422
subcedinates; ;::02 peers; and 'from 88 superiors.

The results of this investigation indicated that: (1) Outstanding
("A") managiee we significriney more precise (PRECISE) than Above
Average ("L.' ) -managers; and (2) Acceptable ("C") managers are
significantly lees assertive Gees Dominant-Argurnentsfeee) than either
their Above Average or Outstanding peens. These differences were
only evidenced in superior-perceptions. Results indicated no
relationship between communicator style and functional distinctive*.
Demographic veriablee esed as covariatec (sex, age, ethnicity,
company and lob tenure) did riot enhance measurement precision nor
serve to clarity the communicationeperformance relationship.

Suleordirateee perceptions of thee managers' communication
evidenced no significant differences across performance categories.
Thus, it was proposed that if the superior-subordinate communication
reiationship is to continue to receive weighty esearch attention,
critical substantiation of its relevance to performance (rather than to
measures of morale and/or-satisfaction) must be established.
Furthermore. if manageritil communication is related to performance,
other operstionalleauons of communication should be utilized (rather
than the CSM) which more effectively tap the critical aspects of
communicator style in organisation*! meetings.

A COMPARISON OF SUPERVISOPlY-LEVEL MANi4GERS'
WRITTEN BUSINESS COMMUNICATION PRACTICES AND
PROISLeMS AND COLLEGE WRITTEN BUSINESS
COMMUNICATION INSTRUCT)ON Order No. DA8425842
SANK LlY, W3Liat J04,04$0,4, N.D. Georgia State University - College of
Education, 1984. 226pp.

PU MOS*. The purpose!: ef this study were to provide imnrmation

that could lead to a more effective and efficient way to teiwh basic
business communication and to establish guidelines that will help
college teachers of basic business communication provide the types
of instruction stueents need to periorm effectively the writing tasks af
the supervisory management level.

Methods and Proceduret. Two kinds of data were used for this
studymanagement data and instructional data.

To obtain the management data, survey instrument was sent to
332 supervisory-level managers eeiployed with the Atlanta-
headquartered firms. In total, 182 instruments were returned from the
managers, representing 54.8 percent of tee 332 survey instruments
malted.

The Instructional data were obtained from basic business
communication instructors in public and private four-year college*
and universities located in seven southern states. These data identify

types of written communication and writing techniques Included
in classroom instruction. They also indicate the coverage given to
,specific types of written communication and to specific business
writing techniques A survey instrument was sent to the 70 instructors
who agreed to perticipate in the study. A total of 54 survey
:natrumente was returned from tee instructors, representing 77

percent of the 70 itervey instruments m led.
neStMS. Based on the frequency of oariting done by the

supervitoryleeel rriStial;Hata, the major written medium is the
mernraneem. Instructors, however, place the greatest emphasis on
etta; writing.

Conclusions. Instructors include all of the areas that eupervisore-
ievel managers should master; however, they should devrte more
time to memorandums and :holed change the emphasis given to
some areas, particularly to writing bad news in a positive way ted to

conciseness anci spelling.

SOME MEASURES OF PARTICIPATIVE MANAGEMENT AS
RELATED TO ORGANIZATIONAL PERFORMANCE

Order Mo. DA/42413S
CARSON, SAMUEL ANDREW, PH.D. university of Arkanses, 1963. Mpg.
Major Professor: Dr. H. S. Napier

The area of inquiry was whether U.S. industrial companies whichpractice participative management were more successful than noteparticipative organizations. In particular, the study explored
participative management at all levels in the firm as compared tosome measures of performance.

The research was constructed to test the following null hypotheeie:There is no significant correlation between organizational
performance and the different characteristics of policies towards .participative management. Thus, there were two major sets of
variables: (1) The independent variables, i.e. participative
manaornent. (2) The dependent variables, i.e. organizational
performance. The research design called for a test of the hypothesis
by way of a survey by questionnaire of 850 randomly selected
American industrial firms to measure executive perceptions of theirfirm's participative policies together with executive perceptions of thecurrent state of. Industrial relations in the respondent firms. One
hundred and one firms responded. Other aspects of the firm's
performance were represented by data published by Value Line andMoody*.

The results were analyzed by standard measures of association.Thus, measures of participative management (based on executive's
answers to the questionnaire) were compared to the following threeaspects of the firm's performance: (1) Financial performance basedon indicators published by Value Line. (2) Behavioral performance--based ix the responses by executives to the questionnaire.
(3) Indications of structural democracy (e.g. labor intensity) based ondata published by Moodri.

There emerged from the analysis a series of positive association",
significant at the .05 level, between the policy towards participation
and success on the financial (Value Line based) and behavioral
(questionnaire based) variables. There was also a moderate level of
association between participation and the structural democracy
(Moody based) variables, although this, taken overall, was not
significant at the .05 level.

The reore favorable the policy towards participative management
the greater the level of organizational success as measured by Value
Line financial indicators and similarly the greater the degree of
perticipative management, the greater the degree of success in
ledustrial relations as perceived by company executives.

Therefore the nue hypothesis that there is no significant
fprrelation between performance and panicipation was rejected.



THE INFLUENCE OF TASK CHARACTERISTICS UPON TASK-
COMMUNICATION NETWORK ROLES Ordor No. 0A8503424
DALLiWeill, Juana Mama, The University of ,Vebraska - Linco;n,
1984. 142pp. Adviser: John L. Petelie

Task characteristics of job incumbents' lobs were hypothesized to
affect the network roles that they enact. Six small and medium sized
organizations were used to test hypotheses concerning the effects of
variety, autonomy, task identity, feedback, dealing with others, and
friendship opportunity upon the network rolo enactment or isolate&
liaisons, and group members. Results of a discriminant analysis
procedure supported the notion of the overall influence of task
characteristics upon role enactment. Specifically, autonomy and
identity were associated with the role of Isolate; variety was
associated with group members, and feedback and dealing with
others were associated with the enactment of the liaison role.
Friendehlie opportunities failed to discrirnina.e between the network
roles. Raga's's were discussed and implications for future research
and spoil, tion of results were included.

PREDICTING INVOLUNTARY AND VOLUNTARY TURNOVER
OF ORGANIZATIONAL ENTRAATS AND REENTRANTS

Order No. DA8419590
ELLISON, DAVID Roy, PH.D. The Pennsylvania State University, 1904.
210pp. Adviser: Stanley P. Stephenson, Jr.

The purpose of this study is to confirm and refine past research
findings regarding predictors of involuntary and voluntary personoial
turnover and to explore a new dimension of turnover research, the
organizational reentrant. Involuntary turnover is defined as
organization-initiated separation from the organization and voluntary
turnover is defined as setinitiated sepzretion from the organization.
An organizational reentrant is an individual who returns to the same
organization from which he was previously separated. investigation of
the involuntary/voluntary turnover distinction addresses a small
portion of the existing turnover research gap while examination of the
organizational reentrant extends management turnover research to a
new domain.

Three research questions provide the basis for the study. The first
research question addresses differences in the turnover of
organizational entrants and reentrants. The second research question
seeks to determine differences in individual and economic predictors
of entrant and reentrant turnover and to confirm and identify common
individual and economic predictors of involuntary and voluntary
turnover. The third research question suggests examination of the
use of Previous work - related factors in improving the prediction of
reentrant turnover. A survival analysis technique and multIveriate
discriminant analysis are used to investigate the three research
questions.

The findings led to several important conclusions. The involuntary
and voluntary turnover of reentrants is different than that of entrants;
but the differences are small. Individual and economic predictors of
entrant and reentrant involuntary and voluntary turnover were
different, yet common involuntary and voluntary predictors were
discernable. Previous work related factors improved prediction of
reentrant involuntary turnover, but failed to improve the posclictioii of
reentrant voluntary turnover. The importance of distinguishing
between the involuntary and voluntary components of turnover
cannot be dismissed as a significant conclusion of this study. Several
implications for management and for research are evident; and the
study raises significant questions which support the perpetuation of
the turnover theory /research cycle.

VALUES AND ORGANIZATIONAL BEHAVIOR: A
COMPARATIVE STUDY OF JAPANESE AND AMERICAN
MANAGERS OF THE JAPANESE FIRMS IN THE UNITED
STATES Order No. DA842205$
ESH0141, GOt,PIRA SAiDI, N.D. University of Illinois at Urbana-
Champaign, 1984. 197pp. Adviser. Professor Anent R. Nogandhi

The purpose of this study is to investigate cultural differences
between American and Japanese managers of Japanese firms in the
U.S. and the impact of cultural differences on job satisfaction,
decision making styles and performance evaluation of the two groups
of managers.

Specifically, the aim of the study was to investigate the validity of
the following four propositions: (a) that there a.e significant
differences between global. personal, and work organization-related
values of the managers, (b) that in Japaneseowned firms in the U.S..
expatriate managers will be more satisfied with their jobs than the
local managers, (c) that there will be significant differences in the
decision making styles of the two groups of managers and finally
(d) that nationality incongruoncy between managersubordinate
dyads will lead to a lower performance rating of the subordinate.

The sample for this research was selected from middle and upper
level managers of the Japanese-owned manufacturing firms in the
United States. The choice of manufacturing firms was made to ensure
a broad representation of different educational backgrounds and
positions in the organization.

The analysis of the data, in general, supported propositions a, c
and d. The resuls suggested that the major difference in global value
orientation of Japanese and Americans was the collateralism of the
former versus the individualistic orientation of the latter group.
Further, the dominant mode of decision making was directive among
Japanese and consultative among Americans. In addition, it was
found that Japanese managers gave a lower performance rating to
their American subordinates as compared to their Japanese
subordinates. However. contrary to the predictions, both groups of
managers were equally satisfied with their Obi..

CHIEF EXECUTIVE OFFICER COMMUNICATION IN THE
AMERICAN CORPORATE ENVIRONMENT

Order No. DA8421713
Gnosis, LEAH, PH.D. The University of Texas at Austin, 1984. 177pp.
Supervising Professor: W. J. Lord. Jr.

Chief executive officers of the largest industrial corporations in the
United States participate personally in activities which they perceive
to be communication functions that reach groups within the corporate
environment. Furthermore. these executives seek to contact various
types of audiences identified in that external environment. Relying
more upon routine use of conventional oral and written
communication modes than innovative application of communication
media, they make little direct use of modern electronic information
technology in their communication endeavors and depend upon MeV
assistants for assessing corporate data bases for information.

The preceding conclusions are based upon an analysis of dataobtained from a mail survey of the census of the chief executiveofficers of the Fortune ''500" corporations. Slightly more than 20percent of these executives participated in the survey. Another 4Percent wrote letters stating that company policy precludes their
Participation in mail surveys. Standard Industry Codes of the "500"corporations were compared with those of both participating



organizations and nonparticipating firms whose executives citedpolicy whIlfl declining Chi square tests for independence determinedno significant differences at the 05 iv*. It is. therefore, reasonable toassume that any effect of nonresponse bias is negligible since
oifferencea in proportions are not significant.

A fivepoint scale was applied for ranking the human sources
contacted, activities pursued. and communication media used.
Patrwise comparisons of group means were made by Fisher's (LSD)and Scheffe's procedure. Homogeneous groupings indicate that
company suppliers are contacted significantly less often than other
groups; professional colleagues, significantly more frequently.
Participation in civic or community organisations is significantly
higher than other activities. Executives engage in company
advertising very lithe. Participation in legislative hearingsand
company "open house" is also low. Traveling for business purpose;ranks significantly higher than any other medium of accomplishingcommunication in the environment. Other highuse media are talkingby telephone and corresponding by letter. (Significance levels are .08or better.)

Computing 95 percent confidence intervals reveals that 3 to 14percent of "500" chief executives can be assumed to have aninteractive terminal; some 1 to 9 percent. to use terminals for creatingcommunications.

ORGANIZATIONAL CONFLICT: A STUDY OF RULE
EMERGENCE Order He. DAS4221110
Hem MARY ELLIS, PH.D. University of Colorado at Boulder, 1984.
25800. Director. Assistant Professor Janice H. Rushing

The purpose of this study was to engage in an in-depth descriptionand analysis of the conflict-related rules in two organizationalcontexts so that insight into the day-to-day communication promotewhich constitute organizations as cultures might be gained.
Operating out of the interpretive philosophical stance of symbolic
interactionism and from a rules-based theoretical perspective, theremember used the participant observation methods of interviewing,
observation, and document analysis to gather data from teachers in apublic school and from group members in a high technology
corporation's training team.

Building upon Harris and Cronen's theoretical model of rube
malysie the researcher identified rules and explored factors thatimpinged on the development of complex rulesstructures in the beesettings. The complex interrelatedness of conflict and rules wasexamined and the process of rule emergence explicated.Based on this study the researcher found that a rules approachfrom a communicatively based interpretive perspective provides aneffective means of gaining knowledge about organO:stional cultures,uncovering the complexity of communication in those cultures, aredeveloping empirically based theory of small groups and
organizations. Results indicate that. in order to uncover the
complexity inherent in organizational rubs- structures. researcher*need to engage in longitudinal studies, examine disdrictlone betweenboth implicit/explicit rules and conetitutivereguletNe rules, consider
alternative rulesstructures, and expand the present
conceptualization of negative sanctions.

Results further indicate that power, leader *flitted, toward conflict,
and the history of a group play key roles in the emergence of conflict-related rules. The data suggest that, even with knowledge of theadaptive function of conflict, organizational members tend to avoidconflict or approach conflict with ambivalence. Finally, results poi'
up the possibility that the end result of the negctiation of conflict-
related rules may be to eliminate diversity within organizations.

ORGANIZATIONAL COMPONENT INTERACTIONS AND THEIRAFFECT UPON ADAPTABILITY Order No. DA8428E33
HIEITSMITH, WILLIAM RICHARD, Eo.D. University of COlorado at Boulder,1984. 236pp. Director: Professor M. Karl Openshaw

The purpose of this study was to determine the extent to whichrelationships among organizational components, expressed in termsof their congruence with one another, correlated with adaptability. Toachieve this, the study endeavored to determine relationships amongpaired components, which of those pairs related most directly toadaptability, the relationship between the intensity and breadth ofpaired components and the degree of adaptability, and thecombination of paired components which yielded the optimalcorrelation with adaptability.
An 67item instrument was used to obtain the data necessary toattain these ob;ectives. The management population in three oivisionsof a selected corporation was asked to complete the questionnaire.From the data, mean congruence scores were obtained for each pairof components and correlations were established among the pairsand between the pairs and adaptability. The results were comparedacross the three divisions to determine the degree to which levels ofcongruence and adaptability

matched each other.It was concluded that levels of adaptability did correspond withlevels of congruence within the divisions studied. The division ratedhighest in adaptability also acnieved the highest congruence rating.Similarly, the division rated lowest in adaptability had correspondinglylow congruence
scores. It was also concluded that with fewexceptions, system-wide congruence, or the interaction of allvariables with one another had a greater effect upon adaptability thandid the influence of single variables.

The results of this research indicate the usefulness of diagnosing,and responding to, the extent of congruence among organizationalcomponents as a basis for impfoving the organization's ability toadapt and hence to become more effective.i iiis work also extends the research on multi-componentcongruence as a developmental, proactive oriented construct, anarea of study heretofore largely confined to theory. Moreover, thisstudy offers a useful tool with which to apply systems-based corum*in organization development.

CONTROL THEORY, SELFFOCUS AND BEHAVIOR INORGANIZATIONS
Order No. DA8421599

Hou.vieecK, JOHN RAYMOND, PH.D. New York University, GreduatoSchool of Business Administration, 19e4. 248pp.
The purpose of the present research is to investigate therelationship between individual differences in self-focus and severaloutcomes of interest to organizational researchers and practitioners.Put research in the areas of personality and social psychology hatdemonstrated that selffocus is one of three "core elements" inherentin control theory models of selfregulation

(Powers, 1973; CarverScheer, 1981), which predict and explain a wide variety of behavioralcognitive, affective and physiological reactions displayed byindividuals. Specifically, high self-focus is associated with increasedincidence of standardmatching behavior, heightened experientialintensity of affective and physiological stimulation, and enhancedrecall of one's past behavior. Furthermore, high self-focus, whencoupled with discrepancies in controlled perceptual quantities andnegative outcome expectancies, is associated with increased physicaland mental withdrawal from certain task situations. Although many ofthe above findings have been replicated several times within



laboratory contexts, the importance of individual differences in self.
focus has yet to be established in any actual work context. The
present study attempts to remedy this omission by employing a
sampie of salespersons in a large metropolitan department store and
measuring each of the "core elements" inherent in control theory
formulations. In general, the results of the present study are mixed.
On the one hand, several hypotheses, such as those dealing with
absenteeism and job involvement received no apparent support, and
intact, the variables described by control theorists were complete*
irrelevant to predicting the particular outcome in question. Other
hypotheses, such as those dealing with future job performance and
stress, also received no support, but in these cases the variables
described by control theory were, at least relevant to predicting these
outcomes in a main effect seise. Finally, the hypotheses dealing with,
overall job satisfaction and organizational commitment found
really* strong outman in this data, in that. the *core elements"
were not only predictive of these outcomes, but in addition, the
interactive nature of these relationships was also in evidence.

THE COMMUNICATION OF SELF THROUGH WORK: AN
EXPLORATORY STUDY ON WORK AS A COMMUNICATOR
OF HUMAN UNIQUENESS

Hvivos, FRANCIS JANIE, PH.D. University of Southern California, 1954.
Chairman: Professor Edward M. Bodaken

No one knows the ultimate potentiality of human beings nor whet
people may eventually scr,omplish. Yet, development of that potential
appears to be, at least in part, dependent on what individuals Wive
the nature and function of humans to be. This study examines the
preoeopecal paradox from the pragmatic perspective of how peoete
interact with the activity known as work.

Assuming each individual is born as a unique organism and sell
emerges out of social interaction with others, the study explores
whether and to what extent people communicate their uniqueness
through work they choose to do and seeks to learn what may be token
for granted in the making of these occupational choices. The ability of
sellruflexive human beings to choose is considered a crucial factor in
the construction of society.

The investigation considers concept of sell, role of work as
ineuenaki by religious, political and economic occurrences, and
meaning of work. Research concentrates on the experience of a smell
sample of Americans, graduates of the government sponsored Los
Angeles Job Corps Training Center.

Inconclusive findings indicate: the way humans account for their
choice of work relates to the occupational expression of thek
uniqueness; a correlation between persons described as inner and
outer.directed, and the extent to which they communicate thernseives
through work, in relationship to images they hold about themselves
and work. The overall conclusion is that work as a communicator of
human uniqueness is an evolutionary proposition, resulting largely
from development of a complex society and increased division of
labor and presenting opportunities for participation in society not
available to most humans in the past.

The study proposes artists, performers and writers, who have
persisted in seeking opportunitie4 to communicate their individuality
through work of their choosing, may provide role models for working
persc-.1. regardless of work situation or level of achievement. Further,
it recto ,ds consideration of the instigation of a required semester
court., axploration of Self and Work" in order to obtain a
stands' ti of general equivalency diploma from any public or private
school in the United States. The purpose being to encourage diverse
adaptability among young Americans much as required physical
education has fostered physical fitness in the nation.

(Copies available exclusively from Micrographics Department,
Dohany Library, USC, Loci Angeles, CA 900%.)

THE INFORMAL LIAISON STRUCTURE IN SOCIAL
NETWORKS WITHIN ORGANIZATIONS Order No. DA85000011
JOHNSON, DM* LyNNETra, PH.D. University of California, Santa
Barbara, 1984. 108pp.

The present research focussed on informal liaisons within six
school districts to explo to extent to which liaisons contribute to
the cohesiveness of a sy. Jrn and the extent to which attributes of
liaisons affect their ability to promote cohesion. The research wee
conducted using network analysis procedures.

Liaisons were classifled on the basis of their centrality In 1
network, the strength of their tiesto other network members, and their
level of influence as perceived by other network members. The units
of analysis were dyad members who were connected by a single path
through a liaison. The level of intergroup cohesion was measured W
the presence or absencit of consensus on school district issues
between the dyad members.

There were three main hypotheses: (1) The greater the centre*
of the liaison, the more likely is a to be in agreement with b. (23 The
greater the strength of ties In the liaison's relations with a end b, the
more likely is a to be in agreement with b. (T The more influendal the
liaison is perceived to be, the more likely is a to be in agreement with
a.

In each of the hypotheses, consensus was the dependent variable;
the independent variables were centrality, tie strength, and influence.
Chi square was used to test statistical significance; a significance
level of .05 was chosen for these tests. Gamma was used to remount
the strength of these relationships.

I In general, it appeared that the Informal liaison structure had tilde
eitect on the level of cohesion. Only the hypothesis regarding the
relatfonrhip between tie strength and consensus was supported.

Thc, present research suggests the need for additional studies
the area. In networks where the number of individual Masons le
relatively small, it appears that informal lialsions may affect
communication in special or exaggerated ways. It might also be
interesting to explore the lisison'a effect on cohesion using another
indicator than consensus or to aludy the liaison's 'Sect on consensus
Welts over time.

AN IN1'140OUCTION Of THE CONSTNUCTS OF
PARTICIPATORY LEADERSHIP Order No. DA84251145
Jonitsow, Lamm Moss's, PH.D. Georgia State University College of
Education, 1984. 263pp.

This study first introduced the concept of participatory leadership
as a quantifiable phenomenon within the field of get ieral leadership.
For the purposes of measuring participatory leader activity, an 110-
Sam instrument was developed.

A series of factor analyses, discriminant analyses and multiverlele
analyses of variance was predominantly employed in the
developmental methodology. The instrument was tested for bath
criterion and construct validities. Field responses were used to
establish criterion validity. General leadership and personality
assessment instrumentation (the LSD() Form XII and Els
Temperament Scales) provided data by which constuct validity wee
established,

Six factors of participatory le dership were statistically derived. A
seventh factor capable of predicting leader membership In most or
WM participatory leader groupings was also derived. All of the



factors from which constructs were distilled demonstrated eithersignificant betweengroup test streng1e, or predictive power, or both.
Constructs were entitled: (1) Mak st Participation Intrinsically

Rewarding. (2; Structures Parlicipati. in Opportunities. (3) UsesParticipation for Important Problems. (4) Avoids Abusing the Groupto Fulfill Selfish Motives. (5) Demand., High Group Performance.
(5) Trusts in the Wisdom of Group Outcomes. (7) Provides a Model ofParticipatory Activity.

None of the seven constructs had been identified in the literatureprior to the study as reliable and valid representations of uniquaty
participatory leader activity. The findings were determined to carry
potentially PoWedul implications for future research in participative
aspects of organizational performance, at leadership role in the
organization, and at wortier response to leader and organizational
requielies.

DYADIC INTERORGANIZATIONAL RELATIONS: A
MALAYSIAN CASE STUDY Order No. DA8424316
KAMSAN. MONO FADZILAN, Pri.C. The University of Wisconsin
Madison, 1984. 217pp. Supervisor Professor John Fett

The increasing complexity ot contemporary society has made it
necessary for organizations to develop ties with other organizations
to achieve mutual goats. As a consequence, researchers and
practitioners alike have focused tha attention on finding ways endmeans of improving *aeons between orisazadons. This studyexamines the correlates of interorgenizationel relations (lOPs) amongdevelopment agencies in kfaisysia. Sixteen organizations which rare
a carmen contain foragricultural development comprised the sondesample. Earth of the 18 agencies in the sludywas combinatorial"wringed
*ads

with every ogler argenizeden le term 120 organization'.

The two dependent variables in the study were cooperation andconflict. Cooperation was measured by three indicators: resourceexchange, joint programa, and information sharing. Conflict weemiseured by using two indicators: disagreementand incompatibilityin operating philosophy.
Four groups of independent variableswere included in the study.They were: (1) bases of interaction (voluntary, mandated, andpersonal acquaintance); (2) situational factors (agency awarensea,issue dissensus, domain dissensus, and boundary permeability);(3) transaction structure (structural f4rrnallzation t.nd Interaction

AlindrikatiOn); and (4) transaction process* variables (important*,corm-, kation frequency, difficulty in establishing 10R, quality ofIOR, power differ ential, and IOR effectiveness).
The ftndings of the study indicate that while each of the fourgroups of independent variables has its own merit In oxplaining theprocesses of cooperation and conflict in interorganizational relation*,there was greater explanatory power when the four groups ofindependent variables were combined in a single model. The study,based on empirical evidence, also SWIM that the correlates of eachcooperation sub-type and each conflict sub-type ars different. lianCe,soecifying the type of cooperation and conflict being studied is auseful procedure.

COMMUNICATING WITH HUMOR: IDENTIFICATION AND
ANALYSIS OF ORGANIZATIONAL SUBGROUPS AND THEIR
PERSPECTIVES ON HUMOR IN THE WORK ENVIRONMENT

Order No. DA842 3803
KeNoaLL. Jute ELLEN. P.D. 1 he University of Nebraska Lincoln,
1964. 295pp. Adviser Vincent S DiSalvo

Organizations work to socialize me ;e, while memt)ers strive to
adapt There is necessarily a blending that occurs so that an
individual, with personal goals and ambitions, can be enfolded in the

while simultaneously the organization achieves its
Informal communication is an important and allencompassingway to achieve both socialization and adaptation. A large portion ofinformal communication is composed of humorous interaction, hencemany researchers point to its significance as a research aria.

This study focused on identifying subgroups who were united by ashared perspective on the use of humor in their organization. Fifteenorganizational members from the Heartland Chapter of the AmericanRed Cross, Omaha, Nebraska were interviewed about theirperspectives on humor at the Red Cross. Interviews were transcribedand through extensive analysis of the interview data, a 60 statement0-deck was constructed. Thirty-three organizational members sortedthe 0-deck.
Analysis of the rotated 0factors revealed three distinctsubgroups. These were labeled, the "traditionalists," the "balancers,*and the "enthusiasts." The "traditionalists" strictly limit their use ofhumor. They believe in the conservative,

traditional !triage of the RedCross and do not want to use humor in any way that diminishes theiridealistic image of the organization or their own professional statue.The "balancers" support the use of humor in the organLationwhen they deem it appropriate. They are open to various functions forhumor, and various topics as wet. They balanced their response' toall six categories of statements. They also balanced the usefulness ofusing humor against its impact in the relationship. They value witty,topical, intellectual humor.
The "enthusiasts" are extremely enthusiastic about the use ofhumor in the organization. They wholeheartedly embrace its use withjust about anybody at anytime. They are not connected le

organizational relationships as closely as the 'balancers" and preferto use formula jokes rather than spontaneous humor.

ORGANIZATION THEORY AND PERFORMANCE: LAWRENCE
AND LORSCH'S CONTINGFACY THEORY AND
WILLIAMSON'S TRANSACTION COSTS MODEL AS
CORRELATES OF ORGANIZATIONAL PERFORMANCE

Order No. DA842211111
Kama, ROIRAT CmpuSToHER, Pw.D. University of Pennsylvania, 1984.
MOP. Supervisor. Dr. William M. Evan

While theories of organization 1,;.ei been traditionally tested
against data sets rather than against other theories, the present
research was designed to test the reletive efficacy of two theories vieavis one another. Lawrence and Lorsch's contingency theory andWilliamson's transaction costs model were selected to be comparedusing a common data set-the financial performance of a sample oflarge mutual savings banks in New York City. Based on Lawrence and
Lortich's contingency theory, it was hypothesized that ;treater
differentiation and integration would be positively associated withperformance; and based on Williamson's transaction Lasts model, It
was hypothesized that transaction costs economizing would bepositively associated with performance. Since none of the
hypothesized relationships was supported. neither theory was judgedbetter at explaining observed differences in performance. This
judgement was supported by a qualitative comparison
performing and low performing banks. Several reasons ere offered toexplain the negat've findings: small sample Qiize (n 9 out of apopulation of 16), the issue of generalizing models of organizationwhich are based on industrial organizationt to service organizations
measurement issues, and the general effica :y of the models beingcompared. The research highlights the pros ant inability of
organization theory to account for difference 3 among individual
organizations which face similar envirorme. its. The processesthrough which individual organizations endogenize theirenvironments relatively underdeveloped theoretically, comparedto the processes through which clusters of organizations interrelatewith their environments.



FORMALISMS FOR BUSINESS INFORMATION SYSTEM
DEVELOPMENT Order No. D A84240041
Korramoo4, JEFFREY ERNST, N.D. The University of s!rlr ins, 1964.
413pp. Director: Senn R. Konsynski

The Development Environment (DE) developed in this research
includes a methodology and specification and implementation of a
tool environment for Marsgement Information Systems (S)
development. In the DE proposed, business IS development include*,
and indeed hinges on, organizational modeling. Specifically, the
obiective and strategy, task, and agent Structures arts modeled and
ansiysod. This initial analysis uncovers incompletenesses and
inconsistencies in the organizational model as well as allowing top-
down 00ff:cation o f business area% for further IS development.

For information required to support decision making, various
information attributes e.g., currency-are used in modeling the
inlormiion requimments. These attributes represent variables of
information benefit levels to the user and of cost factors in IS
development and operations. In ialeiCages of development, these
attributes serve as inference parameters that dictate system aspects
such communication architectures, database design, and process

irtrmation outputs are decomposed to form an information
pro seeing architecturean architecture comprised of interlinked
dot and processesthat minimizes the redundancy of IS resources.
A eoecification of computeraided tools for this and all steps in IS
development are given. Methods and tools are developed for the
determination of data store contents and physical structure,
information processing requirements, system Input requirements,
data/process distribution, and data acquisition, dliposal, and
information processing scheduling.

j The DE developed as a part of the dissertation research attempts
to drew together and extend upon many notions and methods of
system development, decision support mechanisms including artifIclel
intelligence based *Alarm value of information, and organizational
planning and modeling, to farm an integrated system development
environment.

AN EMPIRICAL TEST AND EXTENSION Of THREE
THEORETICAL MODELS OP THE EMPLOYEE TURNOVER
PROCESS Order No. DAS42 2853

TososiAs WILLIAM, PH.D. University of Oregon, 1984. 329pp.
Adviser. Pict d M. Steers

This stuc., ,mpirically tested the Mobley (1977) Model of
Intermediate Linkages, the Mobley, Griffeth, Hand. and Melino
(1979) Expanded Model. and the Steers and Mowday (1981) Model of
Voluntary Employee Turnover. Data were collected with an employee
survey and from personnel records. The survey was sent to 1621
randomly selected employees from a large west coast financial
institution. 445 (27%) useable surveys were returned. A check of the
personal characteristics for (1) resoondents versus nonresponderils
in the group of 1621 and (2) respondents versus the larger population
in the financial institution showed no major differences.

The data suggested the high reliability and validity of measurement
and were subjected to a correlational and regression analysis.
Though each model received empirical support, the resultil were
interpreted as suggesting the very slight 'superiority of the Steers and
Mowday (1981) model. If, however, a very intuitive and simple
combination cf the Mobley (1977) and Mobley at al. (1 979) models ie
made, the models beeeme camper** and no model is superior.

In order to improve+ the understanding of the eMINOyee turnoverprocess, a hybrid model is proposed which incorporates componentsof the Mobley (1977). Mobley at al. (1979), and Steers and Mowday(1981) models. A reanalysic of the data and discussion ofimplications for the hybrid r. 'ode' are presented.

PRACTICES OF INTERNAL WRITTEN COMMUNICATION
TRAINING PROGRAMS Order No. DASS01321
Lase, SUSAN KATMERffie, PH.D. Arizona State University, 111114.
127pp.

A descriptive study was used to determine the administrative and
the instructional practices that are used and should be used toprovide internal written communication training programs for middle
managers in large industries.

The population is comprised of 359 training practitioners
employed by Fortune 500 industries and holding membership in the
American Society for Training and Development. From a listing of to
population rr-,mbers, 185 training practitioners wore randomly
'Nectad to comprise the sample.

A package consisting of a validated questionnaire, a letter of
transmittal, and an addressed, stamped envelope was mailed to the
sample members. Atter three follow-up mailings, the response rale
was 52 percent.

Descriptive statisticsfrequency counts, percentages, and
medians -were used to analyze and summarize the data.

A variety of administrative and Instructional practices are wed to
provide internal written communication training prograele for males
managers of large industries. Although a number of different
practices are evident, the irlormation provided by the majority.,
training practitioners suggested 14 trends about the administrable,
the instructional, and the proposed Instructional practices of Inwood
written communication training programs ar I the profeeldonal
backgrounds of the respondents.

The following conclusions Were derived from these trend,
(1) Organizational nets assessments are considered Important Is
organizations; they, help determine the need for internal written
communication training programs and the design of course
objectives. (2) The results of organizations! needs sariesernente seem
to have made inter nal written communication training programs
necessary. Needs that were determined include clarity, conciseness,
organization. and the writing of memoranda. (3) Middle manager
appear to be self motivated to participate in internal written
communication training programs. (4) Instructional methods that
were and should be strongly emphasized in internal written
communication training programs include the use of writing
assignments, practice sets, group discussions, and onthe-10
training. (5) Training staff members who have an undo/graduals
degree and have written communication training experience one
considered effective. (6) Limited, formal class sessions appeer10 Beeffective for written communication training. (7) Evaluation of middle
managers' performances is considered important. Training
practitioners believe that follow-up procedures Mould be expanded
to include observetori, management ratings



NEEDS ASSESSMENY PRACTICES USED IN SUPERVISORY
TRAINING PROGRa(413 OF SELECTED FOF SES 504
ORGANIZATIONS r.!rcier No. DA8421d32
MARIAM!), TERESA ANNE, PH.D. The University 0, .W1140, 1984. 23Ope.

ie [,,urpose of the study was to survey training representatives inselected Forbes 500 organizations concerning their perceptions ofneeds assessment practices used to develop inhouse training forfinnan. supervisors. Feu try literature review, a historical
Perepliceve of needs assessment practi...:es, using theorists' and

e practitioners' works. was deve'eped. Twc pilot etudies-one inveiding
personal interviews, another involving mailings-were conducted. Twohundred of Forbes' largest employers who had at least one training
representative in the 1983 Who's Who in Training and Development
received the questionnaire. A.1 initial mailing and two follow- u
Produced a 59 percent return. Fortyseven percent of the mailed
questionnaires were usable.

The findings of the study included: (1) Providing informationabout trainees, conducting needs assessments, and using resultsproduced from them were activities shared among supervisors'suotelot s, training directors. and first-line supervisors (trainees).
(2) Factors used to determine individual supervisor's need for
teaming were lack of knowledge or lack of skiff in supervisor's present
Performance. existence of probseic situation in wore unit, and recentpromotion of supervisor. (3) Organizational training needs were
determined as part of continuing needs asassernent peens.
(4) Responsibility for initiating training needs requests was placedwit line and human resources management. Responsibility fordisoibuting financial resources to conduct needs assessments wasPlaced with division management. (5) Top ranked trainer and
organization reasons for conducting needs assessments were: to findout what present level of supervisor: performance rs and why it iswhet it it to obtain management commitment for training, and to findout how training can contribute to organization/ profit, growth, andsurvivol. Top ranked trainer and organization reaaona for notconducting n.:eds assessments were: cannot get necessary
cooperation within organization, do not have enough time, and do nothave linences to conduct needs assessments, and do not see value ofnee is assessments in conducting training. (6) All 78
methods/sources listed were used to some degree in conducting
training needs assessments. In selected Forbes 500 organizationsPwitcluatIng in the study, it was concluded the determination of
training needs for firstling supervisors involved Ins and et usinginformation from several methods/sources in continuing plans teimprove training.

ORGANIZATIONAL CLIMATE AND CREATIVE OUTPUT INTWO EXCELLENV RESEARCH AND DEVELOPMENTDIVISIONS
Order No. DA8500120

Poem, CAROMS Feet+, Eo.D. University of Masserhusetis, 1984.19401) Director: Professor Donald Carew
Organizational climate and creative output were examined in twoexcefient companies. The study sought to determine the extent towhich the following organizational climate measures, i.e.communications, meeting effectiveness, decision making, leadership,roil, clarity and standards, career development, conflict management.role conflict and nverload,

performance appraisal and feedback andrewards on performance contributed significantly to explain thevariance of high creative output as measured by unpublishedtechnical manuscripts, reports or talks inside or outside theorganization and technical papers accepted by professional journal'.The instrurrirnt trref to measure organizational climate was theProfile of ON niretional oractices. The data were obtained from 85research and Lfevelopfhent
errinloyees, 78.5r41 of whom were Ph.D 'e

Generally it was found that the P 0.P (except for the Role Conflict
and Overload scale) appeared to encurately measure organizatiorei
climate. The creativity measure Was genteelly narrow t scope, hadfew reference points from which to evaluate it and was subject tomisinterpretation by the respondents.

Results indicated that Career Development was the only climatemeasure to correlate significantly with creativity. Items relating toposting of job opportunities, clear career oaths for ,:iupennseee, jobadvancement and training were found to correlate significantly withcreative outp'it. Significant numbers of creative employees agreedthat some very creative sot lions cams out of their groups. They dipnot agree that it was important to them that their orgartizition providethem with opportunities to develop their sides and abilities.

AN INVESTIGATION OF THE EFFECTP214ESS OF ileALITY
CIRCLES APPLICATIONS IN THE UNITED STATES

Order No. DA8502564
Revamps, RICHARD BYRON, Q.B.A. United Stairs International
University, 1984. 126pp. Chairperson: William Lacey

The Problem. ; he problem of the study was whether quality circles
will work in the United States as they do in Japan. To achieve
objectives of the study, answers were sought to the !ollowing; (1) In
which areas of compel y performance have companies which use
quality circles expectel to achieve improvements as a result? (2) In
which areas of company performance have companies which use
quality circles observed improvortiente as a result? (3) What is the
degree of correlation between reported improvements in nine
business performance factors ant, the type and size of company, age
and extent of quality circles prow m, and training and mettml d
employment of facilitators?

Alohod. Oats were obtal, ad from questionnaires completed by
121 employees representing at tynine United Ctates companies
which had employed quality c.. As for a period of at lea," six months.
Nine business performance factors were examined: quatny,
productivity, cost effectiveness, employee development, trainir
communication, absenteeism, turnover, and morals.

Results. The meiority of the sample expected quality circles be
bring improvements in quality, employee development,
communication, morale, cost effectiveness and training. Improvement
was observed not only in these meas. but also in productivity.

The number and magnitude of organizational improvements
observed by the sample appeared to increase as quality circles were
used more extensively and/or for greater periods of time, Eight
statistically significant relationships between reported irnprovemerile
and company or quality circles program characteristics were found.

AN ANALYSIS OP THE RELATIONSHIP BETWEEN SELECTEDORGANIZATIONAL CHARACTERISTICS AND COMMONHUMAN RESOURCE PLANNING PRACTICES

Order No. DA8423812F1127 VICTOR JASPER, North Texas State tfillYetSity, 1984.Woo.

The purpose of the research was to test Walker's assertion that thehuman resource planning process of en organization is influenced byselected organizational
char.,cteristios, and to investigate Walker'stypology for imolementinri Id evaluating human resource planningsystems. A total of 123 questionnaires were returned from 565corporations addressed.

Chapter i introduces the' research topic arid provider a Justificationfor the study. Chapter II describes the methodology and presents thefindings. Chapter III analyzes the findings. The final chapter

3



summt. Iles the findings and offers conclusions drawn from the
research.

To test Walker's assertion that hut, Ian resource planning is
influenced by organi:etional charactiristica, three null hypotheses
were tested. Hypothesis one states that the human resources
otannieg practices of an organization are not related to its primary
industry classification. Hypothesis two states that the hymen resource
planning practices of an organization are not related to the numbs' of
employees of the organization. Hypothesis three states that the
human resource planning practices of an organization are not related
to the size of its' revenue. Each hypothesis was Ulster] using a
discriminant analysis procedure with a chiequare test of significance

lend was rejected (p < .10). These findings mime* that the human
%Magee Planning Practices of an organization are related to Its
primary industry classification, its number uf Impioyees, and the size
of its annual revenue as predicted by Walker.

The second part of the research evaluated the quality and
applicability of Walker's typology using fi,tor analysis. The results
support Walker's typology, although the findings question whether
the four stages are as discrete as he suggests. Anothe weakness of
his construct is its heavy emphasis on employee-centered career
planning techniques in the two advanced stages.

Future investigation should expand the list of organizational
characteristics that affect the selection and implementation or specific
planning techniques. Techniques suited to unique industry groups
should be identified.

MOVING THROUGH AND BEYOND TRANSITION: BARRIOSAND SRI Den TO A SETTER QUALITY OF
ORGANIZATIONAL LIFE Order No. DA8421 2011
%ANS, PATRIC/A COLLINS, ED. ) Harvard University, 1984. 1221*

This paper documents and analyzes a case study of a schoolsystem during its first year of a trtisition characterized by majororganizational restructuring and the arrival of tour new top-leveladministrators. Questionsexplored include: (a) What are the issuesthat arise in an organizaCen during trermilion? (b) How aro thee*Sage handled by senior reanseement?
1 Amor highlights Issues fa the practitionow and sumer*tosi._ ales for aidratielne these. This Is accomplished through anintegration of educational illowsilefe in organizational development,chanifs theory and transition; business literature in organizatioratculture, and succession; psychological literature on the impact sistorytelling; and the actual practice of a management team in anurban /suburban school system of approximately six thousandstud. nta in a Massachusetts town of fifty-five thousand residents.A critical perspective for viewing transition has emerged throughthe events of the case. This perspective is culture, theset of unwrittenrules that embodies the values of the organization and shapesexpectations for professional and personal behavior through ritualsand stories that reflect these values. The paper demonstrates how anattention to culture and deliberate use of its tools can re-ostablich
organizational equilibrium and curb political activity. The use of en"organization as organism" metaphor provides a graphic context inwhich a leader can expl I the salient tasks inherent in tansition:(a) Conducting transion,lation rituals (b) Managing healing;(c) Managing change.

Methodology for the paper includes extensive documentation of allPublic and private meetings where transition issues were discussed.As one of the new top-level managers. the author had additional
access to annotated historical records, summaries of culture
workshops conducted by senior staff for middle managers, andpersonal notes from official celebrations. Facts of the case wereverified by the former and current superintendents, chairman of theSchool Committee, two members of the senior management team(one newcomer, one oldtimer), a teacher, and a middle manager.interpretations have been questioned and discussed by at of theabove. ks a practitioner/researcher, the author shares insights onboth the challenge and opportunity of writing analytically abaciongoing I wactics.

AN ORGANIZA rioNAL LEARNING AFPROACH TO
GENERATING INFORMATI'....N FOR INFORMATION SYSTEMS
DEVELOPMENT Order No. DA11421155$
SAI AWAY, GAIL, PH.D. University of California, Los Angeles, 1964.

_op. Chair: Professor E. Burton Swanson

The information generated from interactions between users and
analysts forms the basis flr building informatior systems End
therefore a major factor affecting the success of the resulting
information systems. This research investigates the effectiveness at
these user/analyst interactions from the perspective of the Arfrieis
ark: Schon organizational learning theory. Argyris and Scholl fsra.fouqd that existing interactions (termed Model I) in organizational
result in only limited lear- ,ng-detecting and correcting error. 'J keep
organizational performance stable within organizational norms. Thus,they propose , new type of interaction (termed Model II) to increase
organizational learning and effectiveness. This type of learning
occurs when organizations are able to recognize conflict within their
norms and actually alter these norms, their associated strategies and
assumptions. In order to help individua s and urgani:ations move
toward this new model, Argyi is and Schon have developed a
consultant intervention process.

This research first proposes that current information systemswedeveloped v/ithin, and support only, the limited Model I learning
Process-where many assumptions, strategies, actions and problems
are not surfaced or tested, so that valid information can be input inlethe d. sign. In order to test this propose], a framework for
distinguishing between Model I and Model Ii interactions is

developed. Second, this framework is used asa bias to design an
alternative "organizational :earning" user/analyst interaction promosfor generating more valid information for system development. This/.a group of profession ' analysts and users test this 'aw approach.

Content analysis is used to compare tape recon . .igs of
user/analyst interactions before and after the new process is IsiugittResults show that (1) current user/analyst interactions displayprimarily Model I error-prone characteristics, (2) the intervention
developed was successful in training users and analysts in the netsModel II based methodology, (3) the resulting user/analyst
interactions display increased indicators of learning-detection andcorrection of errors. It is anticipated that these findings will contribute,toward making information systems more effective in supporting Pie!organizational learning and change required for success. A lolkowea
program of research is outlined.

EFFECT OF FACULTY PARTICIPATION IN THE DECISION
MAKING PROCESS UPON PERCEPTIONS OF
ORGANIZATIONAL CLIMATE AND JOS SATISFACTION

Order No. DA842911311
/MOLD!, BIRNARD WILLIAM, N.D. University of Maryland, 1983.
133pp. Supdrvisor. Dr. George F. Kramer

The purpose of this study was to determine the effects, M anyparticipation in the decision making process had upon the
Perceptions of the organizational climate and job satisfaction.
Measurement Instruments included the Conway adaptation of theAisito13elasco Deri-ional Participation Scale, the InstitutionalFunctioning inventui y climate scales of Freedom, DemocraticGmemence and Institutional Esprit, and the Job Description Index forAlb satisfaction.

A total of 94 volunteer res iidents who were fulltime faculty oradministrators in the 18 Maryland state community/junior collagedepartment' of Health, Physical Education, I .ecreation and Athletic&Were utlliz ,n the study. Chi Square analysis was applied to thedernograz, variables and the respondents decision process of
response. Analysis of variance was used to compare the d ttadeveloped through the investigation. A significance level ov 05 wasutilised for rejection of the null hypotheses. Where significaredifferences occurred. the Student NeermanKeula Post-Hoc



procedure was used to led** when these differences occurred.
1Auttiple regression analysis war used to analyze the relationship
Jetween the independent and dependent variables and to develop a
predictive tool.

Based on the evidence provided by this investigation, the following
conclusions seemed justified: (1) Individual background factors
hweetigated by the demographic variab' is had no effect upon the
individual's participation in the decision making process.
(2) Deprivation in the decision making process was found to have an
effect on the respondents holding an unfavo able view of the
organizational climate at their institutions as measured by the
Institutional Functioning Inventory scale of Democratic Governance.
(3) The lob satisfaction areas of coworkers and supervision, as
measured by the Job Description Index, were found to be affected by
participation in the decision process. Deprivation affected the views
of the respondents in regard to their perceptions of co-workers and
supervision as compared to the groups in either equihbrium or
saturation. (4) The analysis of data by multiple regression developed
a predictive tool. The stepwise entrance of the climate scale of
Democratic Governance, job satisfaction scale of supervision and
climate scale of Freedom contributed the most signifies jtty to the
equation.

AUDITING ORGANIZATIONAL COMMUNICATION: THE
DEVELOPMENT OF AN INSTRUMENT FOR MEASURING
INFORMATION GATHERING PROCESSES OF MANAGERS

Order No. DA8428709
SYMMS, JACKSON CMARLES, PH.D. The Florida State University, 1904.
201pp. Major Professor: Clarence W. Edney

The purpose of this study was develop an instrument for
measuring the information gathering processes of managers in
various types of organizations.

The import: nee of information to organizational and individual
effectiveness h ks been frequently noted (Roberts and O'Reilly, 1974,
p. 321), and past research efforts have led to the development of
instruments and procedures for measuring Information processing in
organizations (Brooks at al, 1079; Gokihaber, 197E1). Instruments,
such as the International Communication Association's ICA
Communication Audit. have been used to analyze how information is
processed and utilized in organizations but t:Nese ;nstruments suffer

from two key 4:nitrations in that (1) they lack a theoretical foundation,
and (2) they fail to adequately address the information gathering
processes.

This study built on the work of researchers who developed the
earlier information processing measuring instruments but is
significant in that it focuses on information gathering and it has
solid theoretical foundation. It is based on James G. Miller Living
Systems Theory which has been developed over the past th11 ;..,-four
years and "which might become the the; / of organizational behavior
and communication" (Duncan, 1972, p. O23).

During the literature review stage of the study, it was learned that a
pint University of Louisville/U.S. Army research team conducted the
LST/Batteilon Studim between 1978 and 1902 to assess "the
relevance and utility of Living systems Theory (1ST) for understanding
and maintaining control of changing interdependent systems in the
Army" (Cary et at, 1982, 1.5). The LST/Battalion researchers
developed extensive instrumentation for measuring system activities
including both matter/energy and information processes in Army
battalions. This study applied parts of the LST/Battalion Studies to a
non-military organizational setting. h also set the stage for future
research on the relationship between information processing and
overall effectiveness.

NETWORK APPROXIMATION: DEVELOPMENT OF A
COMMUNICATION NETWORK DETERMINATION METHOD

Order No. D A830311314 i
STEWART, WALTER TRAVIS, JR., PH.D. Ohio University, 1984. 136P11.Director of Dissertation: Dr. Sue DoWine

This research develops a new method for determining
communication networks in organizations. This method, callednetwork approximation, statistically samples messages from anorganizatior message population. Utilizing ecco analysis
procedures, tracings (i.e., the pattern of interaction partners) areconstructed for each message in the sample and are superimposed leproduce an approximation of the organization's communicationnetwork.

A number of issues regarding the validity of network
approximation are identified but only two are developed. Fir*.principles for drawing a representative sample of messages areexamined. It was hypothesized that size of organization, size of toedmessage population, and degree of communication network structurewould affect the size of sample necessary to accurately approximate acommunication network. Second, a method for analyzing the largeamount of data generated from applying network approximationprocedures in large organizations is determined.

Monte Carlo procedures ware used to test the impact of the threevariables on sample size. A computer model was developed whichsimulated communication networks in hypothnti.A1 organizationsData from this simulation were analyzed usint- ,.rodrict-momentcorrelation and multiple regression analyse'),
Pewits demonstrated a strong, negative relat,k.nothip betweenadequate sample size and network structure (1.e., 'hi greater thestructure, the smaller the sample required), a weak elationshipbetween sample size and message population size, Lind no significantrelationship with organization size. Regression ana1p.1s yielded apowerful prediction model incorporating the three independentvariables. Stepwise regression procedures indicated the mostpowerful predictor of adequate sample size was network structure.. inclusion of the other variables in the equation improved theprediction minimally. Cross-validation demonstrated the stab*/ ofthe regression model.

A computer program was written to tabulate and analyan eelsrediapproximation data. The program, called Network Approxinteekin
fivegram (NAP), combines individual message tracings and oriels setiffy approximated network in matrix form. NAP calculates the
communication network structure from iriputes tracing. Using thesinglapredictor regression equatkin, NAP estimates the appropriatesample size. NAP was tested using computer simulation data.

INTERORGANIZATIONAL ARRANGEMENT: AN ANALYSIS OF
INTERAGENCY COLLABORATION AMONG PUBLIC AND
PRIVATE HUMAN SERVICES ORGANIZATIONS IN THEDISTRICT OF COLUMBIA

Order No, U AS4291133
TINNY, RAYMOND TH1000/11, SR., N.D. Univ./311y o / Maryland. 1903.
258131/ Supervisor. Eugene P. McLoone

Purpose, This study examined the basic patterns of interactionbetween independent health and related human servicesorganizations within an inteorganizational arrangement (10A)established for planning and implementing a collaborative healthdelivery system. The purpose was to determine if the followingproperties: (1) fixedness of the exchange process (standardizeeren
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(2) the amount of resource investment (Intensity); (3) the direction of
interaction (reciprocity); and (4) the power of reiatioliships (domain
contensur) aro maior determinants for successful inter -

organizational relationships between public and private health and

reiated human services arrangements.
Procedures. The theoretietti basis underlying the analysis

conducted in this study is a paradigm developed by Inbiligator to

analyze interorganizational relationships (10R) based on the

tottowing four components: (1) organizational situations prior to KA

rnamaaratlIp; (2) structural characteristics of IORS; (3) relational
characteristics of lORs; and (4) process characteristics of 10Re.

This study used a multiate qualitative analysis approach to
analyze the interagency activities of one inter-organizational
arrangemard in which health and related human services
organizations armed with their codes of behaviors and a desire to

!meals' resources k an effort to provide cc norshensive genetic
screening and counseling service* in the District.

PleiuMt. It WAS found that (1) the IOA se a collective body of
Independent agencies/organizations served as a mechanism for
interim/cloy collaboration and cooperation. moulting In the
evelopment of complimentary goals and objectives and
.roplimentary role expectations among human services providers

within 10A; (2) representatives from member agenclea/organizations
should haw equal voting rights in the coordination; (3) the
development of interagency agreements are important for a
successful collaborative service delivery system between public and
private health and related human services agencies; and (4) one of
the key elements for a successful 10A is the participation and support
from the highest level of administrative control within the parent
organizations represented in the IOA.

Impticallons. Planners of interrganlzational arrangements, to be
successful, should be ebb to Initiate a process allowing
representatives from participating independent agencies to: (1) have
equal voting rights in the coordination of the collaborative's actIviletc
(.t allow representatives to plan and establish procedures for
governing the collaborative; and (3) allow the representatives from
the participating agencies/organizations role in the problem-solving
activities of the collaborative. . . (Author's abstract exceeds
ideated maximum length. Discontinued hers with permission a
editor.) UMI

THE SMALL LANDOWNERS INCENTIVES PROGRAM: A
CASE OF ORGANIZATIONAL DECISION MAKING

Order No. DAS425434
Tome, SCOTT Stewed, Pm.D. Miami University, 1984. 172pp.

This study analyzes the relevant organizational inl. ^ction among
the timber industry, the amenity interests (e.g. various concerned
conservation groups, such as, the Sierra Club, leak Walton League,
Friends eA the Earth, the Wilderness Society), and the Forest Service
as they influenced the Congressional authorization of a small
landowners incentives policy in forestry. This policy finds its genesis
In Title X, sections1001 through 1006 of the Agriculture and
Consumer Protection Act of 1973, the first apparent Congressionally
authorised policy destiny with privets incentives for forestry since the
Timber Cullum Mt of 1173.

The application of open-syttens analysis provides the working
theoretical framework for this research. Systems analysis offers an
iiiumineting method of analysis to provide greater understanding of
organizational decision making. Data Is gathered from the analysis at
Congressional hearings, corporate statements, trade association
statements, voluntary association statements, existing statutes, and
relevant periodical literature.

The data are gathered to examine the following hypotheses:
(1) organizational change by the timber industry WAS externally
induced; (2) an industry lag towards change existed until the
Monongahela decision; (3) the timber industry displayed a high
degree of organizational adaptabikty; (4) the timber industry's ability
to adapt was also a function of coaligninent for survival purposes.

Results of this research indicate: (1) 'hat social pressures (i.e.from the amenity interests) have been mobilized to such a degree toforce the timber subgavernment to adopt more socially palatable
timber harvesting techniques; (2) that organizational coalignmentshave provided a viable alternative to secure survivai and ureserve thesystem; (3) that the timber industry displayed sufficient flexibility toensure their survival; (4) how the newly initiated policies, both publicand private, correlate with the wishes and interests of the timberindustry and the maintaining of system equilibrium; (5) finally, howsocial and economic conditions precipitated a more cooperative
relationship between industry, government, and conservationists tobetter manage t limited resources.

A COMPARATIVE STUDY OF JO Ik1VOLVEMENT AS APROCf JF EGO-SURRENDER IN AN AMERICAN AND AJAPANESE ORGANIZATION Order No. DA8423105
TONIOKA, AKIRA, PH.D. City University of New York, 1984. 174pp.Adviser: Dr. Sidney I. Lirtzman

A sample of 291 employees from two organizations, an Americancompany and a Japanese company, was investigated in terms of thedegree of job involvement. The descriptive statistics revealed that thehighest score of job involvement was attained by the Japanese messmanagers followed bythe American female managers. TM lows/level was scored by the Japanese female staff employees. Nosignificant dlfferencw in terms of the degree of job involvement wagfound between the American sample and the Japanese sample. noresults of correlational
analyses indicated that intrinsic motivaAienwas positively correlated with jot. involvement as well as ego-surrender. Extrinsic m Jtivation, in turn, was negatively related tof ose variables, Thus, the importance of intrinsic nature of jobinvolvement was upheld by the entire sample and by the Japanesesample. The American sample did showa similar relationship but Mtat a significant level. Further, the entire sample and the Japanesesample revealed sigoificant correlation between job involvement, ems.surrender and predictor variables, but no meaningful difference waseividenced between job involvement and ego-surrender variables interms of its relationships with predictor variables. The results of peltanalyses, based upon the Japanese sample, indicated that the deemof ego-surrender was directly affected by intrinsic motivation and tiegoenhancing nature of job and organization climate variable*.Thus, the original proposition that ego-surrender may be facilitalimigroup-or ited supportive organizational environment assumed tomist in ti Japanese company was not confirmed in this research.The data showed an opposite picture, The path analyses oleorevealed that ego-surrender, not job involvement, was directlyaffected by ego-enhancing organizational variables. This implies thatthe construct of ego-surrender may be more indicative of a unitybetween a strong ego and a job affected by an ego - enhancingorganizational climate. Finally, Aversl arm in the field of jobinvolvement were suggested for future research.

RIO EFFECTIVENESS: AN ANALYSIS OF THE INFLUENCE
OF INFORMATION AND UNCERTAINTY ON TECHNICAL AND
COMMERCIAL OUTCOMES OF R&U PROJECTS

Order No. 0 A84254,7
VIRDIPsEh, KATHLEEN S., N.D. University of Cincinnati, 1964. Mpg.

This retrospective field study investigated the influence at
information and uncertainty on both the technical and commercial
effectiveness of 169 R&D projects from 22 large industrial firms.

This study developed known groups based on project outcomes
and used this design to test three models of these influences
suggested by the literature. The first model suggested independem
direct effects for information and uncertainty in their influence on
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effectiveness. The other two posited different interactions
(congruence and deficit) befween the amount of quality information
and the degree of uncertainty.

Both uncertainty and information were found to influence
technical and commercial effectiveness of R&D projects. Strongest
support was found for the direct effect of ench :n its influence. When
intersections were observed, the form of the interaction f ollowed that
suggested by ti deficit model. Interactions in this study occurred
when the joint influence of commercial uncertainty later in the
project's conduct.and information were examined for their influence
on commercial effectiveness.

While this study was able to empirically differentiate between the
technical and commercial environments facing a project during the
problemsolving phase of en R&D praise no relation wm found
between the state of the environment and initial levels of uncertainty
facing the project.

The findings are discussed and several directions for future
research are suggested to overcome the limitations of this study.
These include the need for future research to focus attention on the
internal information processing rules used by subunit In handling the
information they receive and the need for future research of these
processes that are conducted longitudinally. It Is believed, hOwever,
that this study rearesents a meaningful step toward Increasing our
understand inv of the roles of information and uncertainty In.
relationship to R&D project's technical and conwrocial effectiveness.

THE DEVELOPMENT OP A HANDSOOK FOR THE

ESTABLISHMENT Of ONSITE LITERACY PROGRAMS IN

BUSINESS AND INDUSTRY Order No. DA8501,011

Wm", Pins Arrfsult, Eo.D. Seattle liniversity,1964. 256pp.

Supervisor: Roy P. Wahl.

This project documents the development and completion el
reesarchbased handbook designed to assist individuals in the

Owning and implementation cA oneite literacy programs In

businesses and industries. The handbook, which is included, wee

completed based on a survey of existing programs, onite vieetionle
and a fieldtest of the handbook draft.

The completed handbook containschapters on DecielonAiskingb

Planning, industry Assuornent, Staffing, Site Selection, Student
Services, Instruction Evaluation and Related Issues. Each chapter le

based on the collective experience of various prograins surveyed Or

visited. The handbook Identifies the critical components which should

be considered in developing an melte literacy program. In addition It

outtines specific steps which should be followed and various option*
which might be considered in the establishment of mlte program&

To gather the information contained in the handbook, existing
programs were surveyed to identify those components they tell were
most important to the; evelopment and operation of their program.

Five exemplary progrms were Identified for on-site visitation and

interviews. A draft hindbool vas fieldtested at two sites v 'mire

businesses were beginning onsite literacy programs. Inv , from

these programs was incorporated !nto the final draft of the handbook.

The process document accompanying the handbook details the

handbook development Preemie,

THE COMPARISON OF THREE INSTRUCTIONAL
TICHAIGUES FOR TEACHING INTERACTION MANAGEMENT
SKILLS AND RHETORICAL SENSITIVITY

Order NO. DA542514
WALKIM, KIM BRADLEY, N.D. Southern Illinois University at
Carbondale, 1984. 169pp. Major Professor: Dr. Donald MacDonald

Extensive research has demonstrated the Importance of effective
interpersonal communication skills to organizations. Instructional
models have been developed which isolate a single component of

competence to teach. This study outlines the importance or
incorporating affective, cognitive, and behavioral objectives in the
instruction of interpersonal competence.

Forty three university students enrolled in interpersonal
communication courses were randomly assigned to one of three
instructional treatments: (a) lecture/discussion, (b) T-groupe, and
(c) modeling. Models were compared for effects on participant
learned competence, as measured by verbal responses to situations
and rhetorical sensitivity.

Tests of hypotheses suggest that: f1) there was no evidence thatalx hours of instruction in any of the models is more effective than noinstruction on measures of rhetorical sensitivity (PISS) and verbal
responere to situations (VRS); (2) there was no significant difference
in modeling, loom/discussion, or Tgroup mv.thods In changing the
Meetly. levels of participants; and (3) modeling was no more

elective in teaching verbal behaviors then lecture/discussion or T.group methods.
The study as limited by the size of the samples used, and the useof group mean scores on the VRS. Other limitations included thepossible reactive effects of testing from a videotaped stimulus, endthe problems Inherent In all mediated instruction, To achieve inter-judge agreement on the VRS, rawscores were used. It was concludedthat the trait of verbally responding to situations was a dynamic trait,possibly affected by administrations of the VRS instrument.It was recommended that future experimental

investigations of thistype use raw data far Judges' ratings of verbal response on the VAS;and that the VRS be tested further for validly measuring verbalbehaviors In contexts like those used here. Formative evaluation wasrecommended for all videotaped stimuli to be used as tests ofcompetence. Recommendation
was made for further testing of thethree models and for diegnosi of communication competencies inthe affective, cognitive, arts belterrierel domains

QUALITY CIRCLE INTERVENTION: STRUCTURE, PROCESS,
RESULTS Order No. DAS421211111
WO , PA tal JOnN, N.D. University of Mar/land, 1883. 858pp.
Supervisor: pr. Edwin A. Locke

The domain of this research is a Quality Circle (0C) organizational
development intervention. DC programs, establishing new structure's
teaks, roles and training processes, have the potential to change
patterns of authority, influence. Communications, and .motivation.
Program objectives may range from enhanced productivity and
decreased costs to employee development. A OC theory has not bees
developed; factors affecting success and failure have not been
empirically established, nor have definitions and taxonomies. A
serious time leg exists between OC adoption and evaluation stages
creating the potential for serious negative consequences for the
orgsniution. This research has been initiated to overcome theme
problems.

Research objectives are: (1) to measure and explain changes in
attitudes, behavior, and performance which may rer, lit from a DC
intervention; (2) to explain the nature of goal/problem identification
and solving process in group discussion; and (3) to develop

SUM:tions
for installing, monitoring e id evaluating the intervention.

format of this research is that of an exploratory, field
experimental design using Participant Observer collected data.
Observational, survey, and performance data was collected on a prep
poet basis from three experimental end three control work sites
during a 17week OC intervention it "ounty government
organization,

Results in affective areas were mixed, providing only limited
support for the hypotheses that attitudes to the job and the
organization would change. Only one group registered directional
change at significa. it levels; this change applied to only three out of
ten factor areas. Behavioral changes were more pronounced.
Performance indices of efficiency, overtime, and maintenance for two
OC sites showed significant improvement over the intervention.
continuing for seven months afterwards Able ice rates were lower



for CC members. Susenneory ratings for QC and nonQC participants
were similar. Thus, the OC program rIPOUilad in more behavioral than
attitudinal changes.

f)rganizations implementing the OC proms need to: (1) initiate
pre-during. DOE intervention InonitorIng and evaluation procedures,
and (2) encourage and elicit middle level, as well es firstMe
managerial support, to ensure propiptious outcomes. OCs,
implemented Pio**, and carefully. open, "e as an Wiled strategic
variable Increasing organizational and ins',vidual ellectivames

TH1 !EFFECTS OP TWO ORGANIZATIONAL SOCIALIZATIONSTRATEGIES ON JOS SATISFACTION, f IENERAL
SATISFACTION, PARTICIPATION, AND vORK/FAMILYCONFLICT

Order No. DA8421111141
ZAWIRLY, AMC' KNIII, PH.D. The University of Florida, 1084. 171pp,Chairman: Henry L. Taal

The relationship of specific organizational socialization strategiesIs job satisfaction, general satisfaction, participation, and work/familyconflict was studied in & natural field experiment. Subjects were sixty-four new employees at a , nanufacturing plant which was beginningoperations. Halt of the new employees experienced formal groupsocialization into the organization; the other half experienced interredlindividual socialization. Formal group sr.:Ian:Anion lasted from OW lenine weeks, encompassed technical information as well r companypolicies and procedures, and occurred beforeemployees began .went. Employees who experienced informal individual socializationbegan work on the production floor immediately upon entry into theorganization and learned on the job.
Personality and demographic measures were obtained whensubjects were Ina* employed. Thesewere measures of entry alelemi, similar work experience, selfmonitoring, and locus of combsLDuring the first four months of work, thevariety of job assignment&vies assessed by observation. Approximately four months afterbeginning work, jobssatisfaction, general satisfaction, participation,and work/family conflict were measured.
The mode of socialization appears to have some fairly strongelects. Those employees who were socialized by formal groupmethods had significantly higher job satisfaction and higherwork/family conflict than employees who experienced informiindividual socialization. Socialization strategy did not contribute*general satisfaction or participation.

The differential effect of socialization strategy was greatest far newemployees with low job skills. Highly skilled employees wereinfluenced slightly by the socialization strategy experienced.Self monitoring, the sensitivity to social cues and subsequentadjustment of seffpresentation by individuals, was found to benegatively related to work/family conflict. Job variety, similar workexperience, and locus of control, concomitant with socializationstrategy, did not demonstrate significant relationships with jobMaths! action, general satisfaction, perticinetlen, or work/fan*,conflict.
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